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B. MEMORANDUM OF UNDERSTANDING 
BETWEEN 

THE STATE OF WASHINGTON 
AND 

THE WASHINGTON PUBLIC EMPLOYEES ASSOCIATION 

Rescission of Section 35.7 A - Temporary Reduction of Work Hours (Furloughs)  
and Reopener for Furloughs and Juneteenth Holiday Memorandum of  Understanding  

and the Adding of the Juneteenth Holiday  
 
This Memorandum of Understanding (MOU) is entered into between the State of Washington 
(State/Employer) and the Washington Public Employees Association (WPEA/Union), as part of 
the parties’ 2021-2023 Collective Bargaining Agreement (CBA), and as a result of significant 
budget improvements for the State regarding previous furlough provisions and recent legislation 
regarding the Juneteenth holiday. The parties hereby agree to the following provisions: 
 
1. The MOU agreed to by the parties during negotiations for the 2021-2023 CBA, entitled 

“Section 35.7 A - Temporary Reduction of Work Hours (Furloughs) and FY 23 Reopener 
re: Furlough Adjustments and a Juneteenth Holiday” is hereby rescinded and stricken from 
the CBA in its entirety.  

 
2. A Juneteenth Day will be added as a paid legal holiday in Article 10 – Holidays, Section 

10.1, in accordance with our shared values and commitment to equality and equity in public 
service. The parties recognize that observing Juneteenth is a way to commemorate the end 
of slavery in the United States, to honor all those who have paved the road to freedom, and 
to allow for critical reflection on the progress that must continue. The adding of the 
Juneteenth Holiday will result in the following CBA, Section 10.1 tracked changes: 
 
10.1 Holidays 

The following days are legal holidays as designated by statute: 
 

1. New Year’s Day First day of January 
2. Martin Luther King Jr. Day Third Monday of January 
3. President’s Day Third Monday of February 
4. Memorial Day Last Monday of May 
5. Juneteenth Day June 19th  
6. Independence Day July 4th 
7. Labor Day First Monday of September 
8. Veterans’ Day November 11th 
9. Thanksgiving Day Fourth Thursday of November 
10. Native American Heritage Day Day immediately following the fourth 

Thursday in November 
11. Christmas Day December 25th 
12. Personal Holiday As provided in Section 10.3 below 
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3. Nothing in this MOU precludes the Employer from implementing furloughs / temporary 
reduction in hours, temporary layoffs, or layoffs, in accordance with the CBA and 
management rights, based on future budgetary or other pertinent factors.  

 
Effective July 1, 2021 through June 30, 2023. 
 
For the State: 

 
 For the Union 

   
/s/ 6/16/2021  /s/ 6/16/2021 

Valerie Inforzato 
Lead Negotiator, OFM 

Date  Dana Spain 
President 

Date 
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C. MEMORANDUM OF UNDERSTANDING 
BETWEEN 

THE STATE OF WASHINGTON 
AND 

WASHINGTON PUBLIC EMPLOYEES ASSOCIATION 

Telework Discussion Workgroup 

This Memorandum of Understanding (MOU) is entered into between the State of Washington 
(State/Employer) and the Washington Public Employees Association (WPEA/Union), as part of 
the parties’ 2021-2023 Collective Bargaining Agreement (CBA), to discuss post-COVID-19 
(“Covid”) telework/remote working conditions. These discussions are premised on the parties’ 
recognition that remote work, where business needs can be met and productivity can be 
maintained, contributes to employee work-life balance and that during Covid-related remote 
operations, opportunities for employees to work remotely were greatly expanded. The parties agree 
to the following provisions: 
 
1. From July 1 through December 31, 2021, the Employer and the Union will meet via web-

conferencing, as a workgroup, no less than three (3) times on mutually agreeable dates and 
times. Additional meetings may be scheduled through January 31, 2022, if the parties 
mutually agree.   

 
2. The objective of these meetings is for the parties to discuss and develop recommendations 

to each agency that is a part of this CBA, informed by the interests of the Governor’s 
Office, the Office of Financial Management State Human Resources (OFM/SHR), the 
agency, and the agency’s WPEA-represented employees. The telework recommendations 
developed by this workgroup will be reviewed and considered by each agency for updating, 
revising, and developing telework policies and procedures, as applicable. 

 
3. The workgroup is tasked with developing recommendations on the following: 

a. How to improve and expand the availability of telework opportunities for 
employees, from what existed prior to Covid-related teleworking; 

b. Remote working conditions, position and employee eligibility criteria (e.g. the 
Employer’s onsite staffing needs), locations, notifications, equipment, networks, 
ergonomic assessments, and other related provisions (anticipated agency variations 
on tools, equipment, criteria etc.); 

c. Circumstances when individuals holding positions otherwise eligible for telework 
may be denied a telework agreement; and 

d. Definitions of over-arching terms, such as “remote work,” “telework”, “telework 
agreement” and “telecommute”. 
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4. No less than 60 (sixty) calendar days prior to the first workgroup meeting, the Union may 
request information from the Employer, to allow for a fully informed discussion, which 
may include: 
 
a. The number and percentage of each agency’s WPEA-represented positions which 

are eligible for telework and employees who are approved for telework, both 
currently and prior to Covid-related teleworking; 

b. A list of all positions that were not eligible to remote work during Covid-related 
remote operations; and 

c. Each agency’s current telework policy(ies). 

5. At each meeting, the Union may have up to ten (10) total represented employees (no more 
than two [2] represented employees from the same agency), and the Employer may have 
up to ten (10) total representatives from the nine (9) agencies included in this CBA and 
OFM. The Employer and the Union will be responsible for the selection of their own 
representatives. If agreed to by the parties, additional representatives may be added. 

 
6. The Union shall provide to each agency’s labor relations / human resources representative 

the names of its members attending the meetings, at least ten (10) calendar days in advance 
of the date of the meeting in order to facilitate the release of the employees. 

7. Employees attending the meetings during their work time shall have no loss in pay. 
Attendance at meetings during employee’s non-work time will not be compensated for or 
considered as time worked. Employees attending pre-meetings during their work time will 
have no loss in pay for up to thirty (30) minutes per meeting. Attendance at pre-meetings 
during the employees’ non-work time will not be compensated nor considered as time 
worked. The Union is responsible for paying any travel costs and per diem expenses of 
employee representatives. 

8. Each agency without a telework or remote work policy is encouraged to develop one in 
accordance with their agency’s policy development procedure by June 30, 2022.  

 
9. This MOU is not subject to the grievance process in the CBA. 
 
Effective July 1, 2021 through June 30, 2022. 
 

 
 

  

/s/ 2/3/2021  /s/ 2/9/2021 
Valerie Inforzato 
Lead Negotiator, OFM 

Date  Sarah Derry 
Lead Negotiator, WPEA 

Date 
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D. MEMORANDUM OF UNDERSTANDING 
BETWEEN 

THE STATE OF WASHINGTON  
AND 

THE WASHINGTON PUBLIC EMPLOYEES ASSOCIATION  

The Department of Natural Resources – COVID-19 Vaccination Requirement 
 

As directed by the Commissioner of Public Lands and consistent with the Governor’s proclamation 
21-14.1, including definitions, all employees of the Department of Natural Resources are now 
required to become fully vaccinated or have an approved accommodation.  
 
All employees will take the necessary steps to be fully vaccinated by October 18, 2021 or be 
approved for a medical or religious accommodation, unless otherwise authorized under this 
Memorandum of Understanding (MOU). Wildland firefighters and members of incident 
management teams who are deployed to fires and, due to fire activity, are unable to be fully 
vaccinated by October 18 will be granted a two week extension to November 1, 2021. 
 
The parties agree to the following: 
 
1. Conditions of Employment and Leave 

a. If the provisions in the following Subsection 1b or 1c do not apply or are not met, 
and an employee fails to provide proof of being fully vaccinated by October 18, 
2021, the employee will be subject to separation with the last day of employment 
on October 18, 2021.  

b. If an employee has submitted an exemption request by September 30, 2021, and 
cooperates with the process, the following will apply: 

i.   If an employee’s accommodation request, at the exemption step, is still 
being reviewed on October 18, 2021, the employee will suffer no loss in 
pay until the exemption decision is provided.  

ii.  If an employee’s exemption request has been approved, but an 
accommodation has not been identified by October 18, 2021:  

(a.) If the employee’s work can be performed remotely and business 
needs can be met, as determined and approved by the Employer, the 
employee will be assigned to telework after October 18, 2021 until 
an accommodation determination is made; or  

(b.) If the employee’s work cannot be performed remotely, as 
determined by the Employer, the employee must use applicable 
vacation leave, personal leave day, personal holiday, leave without 
pay, or a combination of these, after October 18, 2021, until an 
accommodation determination is made.  
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iii.  If an employee’s exemption request is denied or an accommodation is not 
available, the employee will have fifty-five (55) calendar days to become 
fully vaccinated.   

(1.)  The employee must provide proof of receiving their first dose within 
ten (10) calendar days of the determination notification. Failure to 
provide this proof will result in separation.  

(2.)  The employee must use applicable vacation leave, personal leave 
day, personal holiday, leave without pay, or a combination of these, 
during the fifty-five (55) calendar days.  

(3.)  The employee must provide proof of being fully   vaccinated within 
the fifty-five (55) calendar days. Failure to provide proof of being 
fully vaccinated within the fifty-five (55) calendar day period will 
result in separation.  

c. If an employee has received their first dose by October 18, 2021, but will not be 
fully vaccinated by October 18, 2021, the employee will have up to forty-five (45) 
calendar days, from the date they received their first dose, to become fully 
vaccinated.  

i.  Prior to October 18, 2021, the employee must provide proof of receiving 
their first dose. Failure to provide this proof will result in separation with 
the last day of employment on October 18, 2021. 

ii.  After October 18, 2021, the employee must use applicable vacation leave, 
personal leave day, personal holiday, leave without pay, or a combination 
of these, until they become fully vaccinated. 

iii.  The employee must provide proof of being fully vaccinated within the forty-
five (45) calendar days. Failure to provide proof of being fully vaccinated 
within the forty-five (45) calendar day period will result in separation.  

d. Timeline extensions under Subsections 1b and 1c will not extend non-permanent, 
project or seasonal appointment end dates. 

e. Separation Process: 
i. Notice of pre-separation for non-vaccination status will be sent to impacted 

employees by October 1, 2021, via U.S. Mail and work e-mail, if a work e-
mail address is available. The notice will include: an opportunity to respond 
to the pre-separation notice, either at a virtual meeting scheduled by the 
Employer or in writing if the employee prefers and that the employee is 
entitled to Union representation. 

ii. The Employer will provide to the Union a list of these employees by 
October 8, 2021.  
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iii. If the foregoing provisions in Subsection 1b or 1c do not apply or are  
 not met, and an employee fails to provide proof of being fully vaccinated, 

notice of separation will be sent to the employee.  

iv. This process is not precedent setting.  
 

2. Medical or Religious Exemptions and Accommodation Process 
a. Employees will inform their supervisor or HR representative, either verbally or in 

writing, to request a medical or religious exemption and accommodation.  

i.  Accommodation request forms will be posted to the agency’s SharePoint 
site and will be provided to employees upon request. 

ii.  Employees are strongly encouraged to submit completed necessary 
materials no later than September 30, 2021 to better ensure their requests 
are processed timely. However, to the extent that requests are received after 
that date, the Employer will continue processing requests received through 
October 18, 2021. 

b. Based on the information submitted, the Employer will determine whether a 
medical or religious exemption is approved.   

i.  The employee will be notified in writing of the exemption determination.  

ii.  If the Employer requires a second medical opinion in the exemption 
process, the Employer will cover all associated costs. The medical 
appointment, including travel time, will be considered work time. 

iii.  If the employee’s request for an exemption is approved, their request will 
proceed to the accommodation process.   

c. If an employee’s request for a medical or religious exemption is approved, the 
Employer will determine, through the interactive accommodation process, whether 
an accommodation can be provided, the form of the accommodation, and the 
duration of the accommodation.  

i.  The Employer will conduct a diligent review and search for possible 
accommodations within the agency. The Employer will attempt to 
accommodate the employee in their current position prior to looking at 
accommodations in alternative vacant positions. The Employer will 
consider telework in its determination. 

ii.  An employee requesting accommodation must cooperate with the Employer 
in the interactive process and discuss the need for and possible form of any 
accommodation, timely engaging in the interactive process until the 
completion of the accommodation process and an accommodation 
determination is made by the Employer of whether an accommodation can 
or cannot be provided.  



 

WPEA GG 2021-2023 
M-10 

iii.  The employee will be notified in writing of the accommodation 
determination.  

iv.  If an accommodation is not available, the employee will be provided 
information on how to request a reassignment.  

v.  If the employee declines the accommodation offered by the Employer, the 
employee will be subject to separation, except as provided under 
Subsections 1b and 1c.  

d. Consistent with current practice, all information disclosed to the Employer during 
the accommodation process will be kept confidential. This information will only be 
accessed or shared by the Employer on a need-to-know basis.  

e. Upon request, an employee will be provided a copy of the information they 
submitted for their accommodation request.  

f. An employee separated due to disability will be placed in the General Government 
Transition Pool Program if they submit a written request to the agency’s HR Office 
in accordance with WAC 357-46-090 through -105. Following a disability 
separation, individuals may request reemployment in accordance with the 
requirements of WAC 357-19-475.  

3. Vaccination Verification 
Information disclosed to the Employer during the vaccination verification process will only 
be accessed or shared by the Employer on a need-to-know basis.  

4. Vaccine Access and Education 
a. Employees who have difficulty accessing vaccinations, due to their remote location 

or other circumstance, will inform their supervisor or HR representative as soon as 
possible. The Employer will assist in identifying vaccination sites upon request.  

b. Time spent traveling to the vaccination site and time spent receiving the vaccine 
are considered hours worked, not to exceed one (1) day per vaccination dose, except 
in extraordinary circumstances, such as when the vaccination is not available 
locally, and subject to supervisor approval. The Employer may require that the time 
be supported by documentation.  

c. OFM will provide employee vaccination rate data to the Union no later than two 
weeks following the parties’ signing of this MOU and will provide updated reports 
as they are generated, bi-weekly at a minimum. This data will be provided in Excel 
format and will be broken down by agency as applicable and further broken down 
by institution as applicable.  

5. Workplace Safety 
a. The Employer will develop protocols regarding masking and screening 

requirements using DOH, L&I, and CDC guidance as well as state mandates.  
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11. By mutual agreement, any grievance pertaining to provisions in this MOU will be  
expedited. 

12. If a provision in this MOU conflicts with the CBA, the provision of this MOU will 
supersede the CBA.  

The provisions of this MOU shall expire on December 31, 2021 and may be renewed upon 
mutual agreement.  
 
The provisions contained in this MOU shall take effect upon the parties’ signing this MOU. 
 
For the State/Employer:   For the Union:  
     
     

/s/ 10/1/2021  /s/ 10/1/2021 
Valerie Inforzato, OFM/SHR 
Labor Negotiator 

Date  Amanda Hacker, WPEA 
Contract Administration Director 

Date 

 







THE PARTIES, BY THEIR SIGNATURES BELOW, ACCEPT AND AGREE TO THE 
TERMS AND CONDITIONS OF THIS COLLECTIVE BARGAINING AGREEMENT. 
 
 
Executed this 1st day of July 2021. 
 
 
For the Washington Public Employees Association: 
 
 

   
/s/   

Dana Spain 
WPEA President 

  

   
 
 
For the State of Washington: 
 
 

   
/s/  /s/ 

Jay Inslee  Diane Lutz, Section Chief 
Governor  OFM/SHR, Labor Relations and 

Compensation Policy Section 
   
   
   
  /s/ 
  Valerie Inforzato, Lead Negotiator 
  OFM/SHR, Labor Relations and 

Compensation Policy Section 
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